A Virtual Skills Academy for London Hotels

The meeting kindly hosted by the Savoy on Tuesday 17 July 2007 

	Attending
	Organisation

	Charles Prew (Chair)
	Paramount Hotels

	Sara Edwards
	Maybourne Group

	Pauline Brown 
	InterContinental London Park Lane

	Eugenio Pirri
	The Savoy

	Andy Wilson
	Westminster Kingsway College

	Geoff Booth
	Westminster Kingsway College

	Peter Jones
	Representing Edge Foundation

	John Thorn
	London Learning and Skills Council

	Brendan Nolan
	London Learning and Skills Council

	Preetkiran Sumal
	People 1st

	Phil Raynsford
	People 1st

	Sophie Brown
	Academy of Food and Wine Service


Summary

· This meeting was the second of its kind to develop a Virtual Skills Academy for London Hotels which could then be rolled out nationwide though the National Skills Academy for Hospitality

· This Programme is without doubt the first of its kind.  It will attract significant attention from industry, learners and the media and play a key role in addressing skills shortages in our sector.

· In principle, the Skills Academy would employ the learners until completion of the programme (this option currently being explored further).

· Learners will specialize in one key area (food and beverage, reception or housekeeping).  Programme will be one year in industry and three weeks at college during initial induction

· Investment from hotels agreed in principle at £18K per candidate.

· Programme to be developed and finalized by this Autumn. Advertising to start in January with first placements in hotels by next April

The programme 

· Learners to focus on one area.  If they are going to supervise an area they need to know it thoroughly.  

· Multi-skilling might suit provincial hotels or budget hotels for example, but in the five star sector there is enough to learn in one area such as housekeeping, food service; reception; guest relations; bar service.  

· Learners could do one of three areas: food and beverage, front office, housekeeping.  Also consider that they learn about managing contract staff. 

· Each hotel could take three candidates and put one in each vocational area

· Programme to be one year in industry and three weeks induction (at college)

· In education terms, the programme would be an apprenticeship. Candidates would learn through a mixture of practical work experience doing the job and off-job study.  When ready, they will be assessed in a variety of ways e.g. by observation, short written tests, assignment projects, diary of evidence etc

· Westminster Kingsway could come on site to do the assessment or each hotel could invest in training a member of staff to become a qualified (D32) assessor.  In this case, Westminster Kingsway would act as the verifier of the assessment decisions made by the workplace supervisor

· Consider offering candidates certain qualifications during the college induction e.g. the new Institute of Hospitality modular qualifications or the Institute of Leadership and Management certificate

· Westminster Kingsway would co-ordinate the placements

Some considerations

· Candidates would be paid during the initial induction at college

· During this initial college induction, candidates to have a tour of all participating hotels

· Candidates would have to take their holidays at set times otherwise one hotel could end up bearing a disproportionate cost.  Candidates to take a week’s holiday between each placement.

· Each hotel to do an individual orientation/induction at the start of their four month placement

· Candidates to have regular appraisals, of their performance and progress against individual learning plans.  

· The number of students on the programme will depend on the number of hotels participating.  If we have five hotels then we would need a minimum of 15 and up to around 20-23 learners in total.

· Once launched, it was agreed to review the programme after, say, four months to see if the hoteliers wish to start a second group at that time 

· Hoteliers to agree a standard package of benefits to ensure all candidates were treated equally.

Action: 

· Hoteliers to confirm to Geoff and Phil if they already have qualified in-house assessors (with the D32 qualification) who could assess candidates on the programme

· Geoff to circulate units from the Supervisory management occupational standards so that hoteliers can look at what their individual organisations could bring to the programme (e.g. one hotel may have a specialism in a particular area, etc). This will add value to the programme above and beyond a conventional apprenticeship
· Geoff to draw up the programme content once  job descriptions for operative and supervisory posts had been received and circulate to hoteliers
Candidate profile

· At least a year’s practical experience, not a school leaver.  Someone who has already demonstrated a desire to work in a hotel and shown a commitment to the industry

· Minimum of five GCSEs, not someone who is going to need a lot of educational support

· 21yrs –25yrs ideally but if candidates are older we could negotiate an ‘adult apprentice’ funding stream with the Learning and Skills Council (we will be discussing this point in more detail with the LSC over the next two weeks).

Action:

· All hoteliers to send job specifications that their own organisations use for a) housekeepers, b) food and beverage c) front office. To Geoff and Phil by Friday 20th July.  

· Each hotelier to send two job specifications, one for a learner who is starting on the programme and one to show the profile when they have completed the programme (so six in total per hotelier) thus showing the skills progression involved.

· Phil and Geoff to use this information to draw up one job specification for the start and completion of the programme in each of the three operational areas. To do by Wednesday 26 July.

· Final documents to be approved by the hoteliers

Advertising the programme

· Advertise selectively.  Perhaps through industry associations such as Academy of Food and Wine Service and other similar professional bodies

· Consider whether Caterer and hotelkeeper would support the programme with free advertising space 

The recruitment process

· Use on-line applications to filter out people who aren’t really interested and won’t take the time to fill in a form and also use an admin service to speak to each of the applicants to test their commitment and their ‘fit’ with the profile outlined for the post.

· Once candidates have been short listed, use an Assessment Centre approach.  Get applicants to participate in group work discussions, use some simple assessment tests, and do this for a full day

· Westminster Kingsway could use this day to assess levels of literacy and numeracy using existing college diagnostic tests

· Run the assessment process in a participating hotel which has ICT facilities on site to enable the diagnostic tests to be administered

· Make sure there is counselling available for candidates who don’t get through.  It could be that Westminster Kingsway is able to offer them alternative programmes. 

Timetable

	Nov to Dec 07
	drip feed PR campaign to raise awareness amongst industry and potential candidates

	Jan
	Advertise

	Feb
	Assessment Centre (see below)

	March
	Induction

	April 
	Start programme in first hotels


Employment terms and conditions

· Learners must be employed to quality for government funding to support the programme costs.  However, it is not practical for the hoteliers to employ someone who is then going to spend time with another employer.

· The only practical solution appears to be for the National Skills Academy to be the employer, subject to Learning and Skills Council approval that this arrangement meets the government definition of an ‘employee’ on an apprenticeship programme.  

Action

Phil to investigate how the Academy could employ the learners and discuss in more detail with the Learning and Skills Council by 30 July.

Investment required

· Following discussion during the meeting and subsequent investigation into the programme costs after the meeting, the following was agreed in principle. Please also note the information on a Career Development Loan below

· Note: the investment below is per hotel per learner recruited

	Contribution to advertising costs
	£250

	Contribution to training cost and programme co-ordination
	£1,250

	Salary to candidate
	£16,000 

	Contribution to National Skills Academy for hospitality
	£500

	Total 
	£18,000


Career Development Loan

· There was discussion about the level of salary needed to attract the profile of candidate hotels are looking for.  Too low and candidates might not apply as their standard of living could be affected

· A consideration is a career development loan.  The programme is advertised at £16K plus a career development loan of (say) £4K to be paid back interest free over twelve months (similar to a season ticket loan). Or the employer could consider offering to pay it back in total if the employee commits to staying for a further 12-18 months. 

· Hoteliers approved this approach.  It will be considered during the Autumn meeting. 

Next Steps

· Phil to arrange a meeting for September/October above to agree work required building up to launch of the programme

· Hoteliers to obtain necessary approvals and confirm once able to commit to the programme
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